The aim of the present study was to predict organizational citizenship behavior of the staff of the Ministry of Sport and Youth in the west part of the country based on the factors of the psychological capital. The research methodology employed in the present study was applied and practical. The population consisted of all employees in the departments of the ministry of Sport and Youth in the west part of the country in the year 1394 including 266 personnel among whom 165 ones were selected as samples. In order to collect information, for collecting data on the psychological capital variable, the psychological capital questionnaire was used, and to collect data on the organizational citizenship behavior variable, the organizational citizenship behavior questionnaire was used. For data analysis, Kolmogorov-Smirnov inferential statistics were used to determine the normal distribution of data and the analysis of variance. The results of the study showed that there was a significant relationship between psychological capital and its components and organizational citizenship behavior. And the examination of the predictor variables showed that optimism, self-efficacy, and resilience (P≤0.05) can significantly explain the citizenship behavior variance.
INTRODUCTION
Until the last decade, the close and deep relationship between the two major fields of humanities; namely, organizational behavior management and psychology was focused on mitigating the psychological complications of human resources in work environments. Through this approach, issues such as unmotivated staff, displacement, absence, and deviant behaviors attracted a lot of attention from researchers, particularly Martin Seligman, the famous psychologist (6) . Based on his studies and those of other researchers in the field of behavioral science, significant results were obtained concerning effective cures for inefficient organizational behaviors (9) . However, the thing that wasn't considered was the healthy mental aspect of individuals. Filling this gap was the beginning of a new approach called 'positive psychology' and 'positive organizational behavior' (6, 29) . Luthans (16) as the founder of this field of behavioral science in management, defines it as "positive organizational behavior is the study and application of positive aspects and strengths of psychology so that these aspects can be measured, developed, and managed and utilized to improve the performance of the individual". The positive psychological capital is an important new concept in the field of positive organizational behavior in a way that many scholars emphasize the importance of conceptualizing and measuring positive psychology in the organization and argue that positive human resources and the mental assets of the organization are highly effective in improving the performance of the organization (19, 20) . Luthans et al. (19) define psychological capital as the positive mental status of an individual in development and improvement which includes the following four aspects: selfefficacy, optimism, hope, and resilience. Self-efficacy refers to the level of self-confidence and certainty of the part of the individual in performing challenging tasks and taking the necessary steps for success. Optimism means having positive standards regarding success in the present and future. Hope is defined as having the perseverance for reaching the goals and changing the course if necessary. Finally, resilience is defines as maintaining the mental balance and the ability to revert to the natural state in case of facing problems and difficulties (19) . F. Luthans & Youssef (17) consider human capital, social capital, and positive psychological capital as the three aspects of human resources. Based on this view, human capital includes the knowledge and know-how accessible to human resources; social capital includes networks, values, and trust among individuals; and positive psychological capital includes the mental capabilities of individuals which are measurable and can be developed and managed in order to improve performance. Therefore, psychological capital involves the realization of positive organizational behavior criteria in a way that people's willingness and their preparedness for improvement and development is increased, which in turn improves their performance. In any case, the nature of the aspects of psychological capital indicates that psychological capital can have a positive relationship with citizenship behavior.
Luthans & Youssef (18) argue that people with a high level of resiliency will have higher job satisfaction, happiness in the work environment, and organizational commitment and they will also have a higher individual outcome.
Overall, the previous studies indicate that this positive variable along with self-efficacy, hope, and optimism, affects the behaviors of individuals and in turn their performance in the working environment (19) .
However, it should be noted that the performance of individuals in the success of organizations in today's complicated world is not solely based on their behaviors and their role performance; rather, the organization also needs meta-role behaviors which reflect the commitment of individuals to its long-term success (22) .
In the related literature, there is much attention given to the identification of meta-role behaviors among the employees and it is assumed that these behaviors have a significant impact on organizational performance. The majority of these behaviors can be considered as organizational citizenship behaviors. Organizational citizenship behavior is an individuallevel behavior which is carried out arbitrarily and voluntarily; however, the organization's official reward system cannot identify it directly and obviously and it generally improves the effectiveness of the organization's performance (25) . Therefore, organizational citizenship behavior is a behavior performed by the employees which is beyond the individual's mandatory tasks. Hence, it is considered as a completely optional and voluntarily behavior and it is not rewarded based on the official structure of the organization's compensation system (14) . Therefore, the main difference between the organizational citizenship behavior and behaviors related to the role and duty is that the organizational citizenship behavior is completely voluntary and it is beyond the official expectations for the individual's role and tasks (1) . In the literature, various types of organizational citizenship behaviors are identified. For instance, Podsakoff et al. (27) identified more than thirty types of organizational citizenship behavior. Pierce et al. (26) listed some of the common features in all organizational citizenship behaviors, which include: being voluntary, being conscious, being positive, and profiting the organization and all the coworkers. The important point is that if there are negative and undesirable attitudes among the employees, the level of organizational citizenship behavior will be very low (15) . Organizational citizenship behavior determines the preparedness of employees for working and trying in performing organizational tasks in order to participate in improving productivity, customers' satisfaction, and improving quality. Improving the level of organizational citizenship behaviors indicates the willingness and interest of employees in accepting change and utilizing new management methods (12) . Generally, organizations have concluded that effective performance depends on the fact that employees try and work beyond their official job descriptions (23). Baharifar et al. (4) carried out a study on the variables affecting citizenship behaviors and concluded that organizational justice affected citizenship behaviors through improving moral behaviors related to friendship and sportsmanship aspect. The study carried out by Avey et al. (3) on the positive results of psychological capital in the organization confirms its positive effects on performance as well as on reducing deviant behaviors.
In the study of Shahnawaz & Jafri (32) , quoting (35) , in two public and private organizations, psychological capital is considered as a better predictor for organizational commitment and organizational citizenship behavior. Golparvar & Rafizadeh (8) believe that leadership support and empowerment through improving the individual's attitude towards the job will lead to improving organizational citizenship behaviors. Moreover, there have been a lot of additional efforts for identifying the factors related to forming organizational citizenship behaviors and their results for the organization (7).
Some studies indicate the effects of intelligent on organizational citizenship behaviors (30) , loyalty on organizational citizenship behaviors (31) and trust and organizational commitment on organizational citizenship behaviors (21) . However, among these studies, the relationship between organizational citizenship behaviors and the variables of psychological capital, which is considered as a new capital in human resources for acquiring competitive advantage, has been neglected. Therefore, few studies have analyzed and discussed the effects of this capital on the components of organizational citizenship behaviors. The question is that whether witnessing such behaviors is affected by the psychological capital of each individual or not. And if so, which mental component has the highest impact on organizational citizenship behaviors?
MATERIALS & METHODS
Since the main objective of the current study is to predict organizational citizenship behaviors based on the components of psychological capital, it is considered as an applied study which utilizes the correlation method. The statistical population of the study includes all the employees working in the General Offices for the Youth and Sports in Western Iran including four Provinces. The sample of the study includes 164 participants selected using stratified random sampling method.
The descriptive results of the study shows that among 164 participants, 42 participants (25%) are single and 122 participants (75%) are married. Moreover, the highest frequency regarding the age group is related to the age group of 31-35 years (25%) and the lowest frequency is related to the age group lower than 25 years (0.5%). Furthermore, the demographic features of the participants show that the highest frequency regarding the education level is related to bachelor's degree (58%) and the lowest frequency is high school diploma (2%).
Measurement Tools

Psychological Capital Questionnaire
In order to gather the required data related to the variable of psychological capital, the psychological capital inventory of Luthans et al. (19) was used. Luthans et al. (19) Table 1 below. 
Questionnaire for Organizational Citizenship Behavior
In order to gather the required data related to the variable of organizational citizenship behaviors, the questionnaire of organizational citizenship behaviors developed by Podsakoff et al. (27) was used which includes twenty five-option questions whose scoring is based on Likert spectrum (Very high=5, and very low= 1). This questionnaire is organized based on five categories of altruism, conscientiousness, sportsmanship, civic virtue, and respect and reverence. This questionnaire has been translated in Iran by Islami & Sayar (11) and has been used in various studies. It has acceptable reliability and validity. In the study carried out by PursoltaniZarandi & Amirji (28), the validity of this questionnaire was confirmed by utilizing corrections suggested by university professors of sports management. Through an experimental study on 30 sports teachers in Mashhad, the internal reliability of the questionnaire for organizational citizenship behaviors was calculated used Cronbach's Alpha coefficient to be 0.76.
In order to determine the internal reliability of the questions in the questionnaires used in the current study, Cronbach's alpha coefficient was used.
In order to do this, 164 employees in General Offices of the Youth and Sports in Western Iran including the four provinces completed the selected questionnaires. Then, these questionnaires were analyzed and for each one of the main variables of the study, Cronbach's Alpha coefficient was calculated, presented in Table 2 . Considering the internal reliability coefficients presented in Table 2 , the reliability of the measures was confirmed. 
Statistical Tests
In order to analyze the obtained data in this study, descriptive and inferential statistical tests have been used in two separate sections. In the first section, the descriptive analysis of the data is presented in the form of frequency tables, means, and standard deviations. In the second section, the inferential statistical tests including Kolmogrov-Smirnov test for testing the normality of the data distribution, and the analysis of variance (ANOVA) test were used. All the statistical tests were carried out using SPSS software application version 16. Moreover, all the statistical tests were carried out in the significance level of = 0.05. Table 3 presents the mean and standard deviation for the variables of psychological capital and citizenship behavior.
RESULTS
In order to investigate the relationship between the components of psychological capital and citizenship behaviors, simultaneous regression analysis was used. It is worth mentioning that the outlier values were omitted by the computer. The results of the analysis of variance related to the regression of citizenship behaviors on the components of psychological capital are presented in Table 4 . Based on these results, the value of (16.255) is significant at ≤ 0.01 and 29% of the variance related to citizenship behavior is explained by the components of psychological capital ( 2 = 0.289).
Considering the significance of citizenship behavior's regression on psychological capital, the coefficients for the prediction equation are presented in Table 5 . The regression coefficients for each one of the four predicting variables show that optimism, citizenship behavior, and resiliency ( ≤ 0.05) can significantly explain the variance of the citizenship behavior variable. The impact factor for optimism ( = 0.491) considering the statistic shows that optimism can predict the variations in citizenship behavior with 95% confidence. This impact factor is positive, which means that if we increase the optimism level by one unit, the individual's score for citizenship behavior will increase by 0.49. Moreover, the impact factor for self-efficacy ( = 0.350) considering the statistic shows that the variable of self-efficacy can predict the variations in citizenship behavior with 95% confidence. This impact factor is positive, which means that if we increase the selfefficacy level by one unit, the individual's score for citizenship behavior will increase by 0.35. Furthermore, the impact factor for resiliency ( = 0.397) considering the statistic shows that the variable of resiliency can predict the variations in citizenship behavior with 95% confidence. This impact factor is positive, which means that if we increase the resiliency level by one unit, the individual's score for citizenship behavior will increase by 0.39.
DISCUSSION
The results show that there is a significant relationship between psychological capital and its components and organizational citizenship behavior. Therefore, the null hypothesis is rejected and the hypothesis is confirmed, so it can be said that psychological capital and its components have a positive significant relationship with organizational citizenship behavior. The results of the current study regarding the relationship between psychological behavior and its components and organizational citizenship behavior are in line with the results of Zhang (36) The presence of a relationship between psychological capital and its components and organizational citizenship behavior indicates that psychological capital is considered one of the health factors related to organizational citizenship behavior in any society and in fact it is the necessary condition for establishing organizational citizenship behavior (33) . Organizational citizenship behavior of a satisfied employee indicates his or her response to those who value him or her and in a higher level, this will lead to job satisfaction, which in turn improves the motivation for presenting desirable organizational citizenship behavior (5).
Considering these findings, it can be inferred that witnessing meta-role behaviors, whose outcomes for the performance and the organization have been proved by multiple studies, will be affected by the positive mental characteristics of individuals, the most effective of which is resiliency considering the selected sample of the current study. Based on the results, the higher the management ability of the individual under difficult conditions and in the presence of conflicts and clashes in the working environment (resiliency), the higher the likelihood of an individual presenting behaviors beyond his or her ordinary responsibilities and tasks. Based on the results it can be concluded that the higher levels of self-confidence will make the individual believe that his or her job accomplishments are due to his or her own capabilities, which increases the individuals' psychological capital. This higher psychological capital will indirectly affect the expression of responsibility and individual cooperation (altruism) or group cooperation with others (civic virtue). There is no doubt that individuals enter the organization with various levels of psychological capital. Based on the results of the current study, it can be claimed that the higher the levels of this capital, particularly the four positive variables measured in individuals, the higher the likelihood of presenting organizational citizenship behaviors. This necessitates the focus of the organizations during the hiring process as well as measuring the aspects of psychological capital along with other individual capitals in job interviews. On the other hand, as mentioned in defining the components of psychological capital, these positive components are not relatively constant like personality traits; rather, they can be improved to advance the performance of the organization. Improving the positive mental components among current employees, such as hope, will improve the future meta-role behaviors and reduce deviant behaviors and in turn counterproductive work behaviors (CWBs) in the organization. It should be noted that training assessments in modern organizations must not be solely based on job requirements and personality traits; rather, the positive mental characteristics of individuals should also be evaluated and their level of psychological capital upon their entrance into the organization and in the course of their career must also be appraised since these evaluations will inform the organization regarding the future problematic behaviors and increase the likelihood of behaviors such as altruism, civil virtue, and working conscience. Moreover, it is expected that using mental capital and citizenship behaviors simultaneously, as emphasized in this study, can lead to synergy due to the latent capitals of individuals in the organization.
